Abstract: The purpose of this study was to examine the role of career resilience in coping with reality shock. Career resilience was defined as psychological traits that help individuals to cope with career risks and promote their own career development. It consisted of five factors: (a) ability to cope with problems and changes; (b) social skills; (c) interest in novelty; (d) optimism about the future; and (e) willingness to help others. Full-time employees in their first year of employment (N = 233) participated in an online survey to measure career resilience, reality shock, and the degree of career development. The study found that coping with changes and being optimistic about the future could prevent the experience of reality shock. The result also suggested that good social skills prevented experience of reality shock from inhibiting career development.
Reality shock is a major problem faced by young employees when they first start work, a period known as the "socialization stage" (Schein, 1978) . It is caused by differences between ideals or expectations and the reality of entering employment (Schein, 1978) . Kramer (1974) used the term to refer to shocklike reactions produced when new employees realize the discrepancy between their expectations and reality.
A number of studies have indicated that reality shock has negative effects. For example, Dhar (2013) investigated reality shock among IT specialists in India and reported that it increased intention to resign. Ogata (2012) defined reality shock as a psychological phenomenon resulting from the difference between reality and individual images or expectations before entering employment. Ogata conducted a survey among white-collar workers and nurses in Japan, and reported that in both groups, reality shock inhibited organizational commitment and increased intention to leave work. Hultell and Gustavsson (2011) conducted a survey among teachers and reported that when "unmet expectations" increased, causing reality shock, burnout also increased and "work engagement" decreased. Reality shock is therefore regarded as a risk factor for career development.
Some studies have also investigated reduction of reality shock. Itomine (2013) reviewed studies of the phenomenon among nurses, and reported that training in educational or medical institutions prevented reality shock. Taylor (1988) reported that internships with high autonomy had an inhibitory effect on reality shock. Other studies have reported that different psychological traits, for example problemsolving skills, reduced reality shock (Pfifferling, 1984) .
These studies examined how to decrease the experience of reality shock, but it is also important to examine how to overcome its effect. Reality shock is regarded as a risk factor for career development, so resilience may play an important role in overcoming the effect of reality shock. For example, Masten, Best, and Garmezy (1990) suggest that: "Resilience refers to the process of, capacity for, or outcome of successful adaptation despite challenging or threatening circumstances" (p. 426). Grotberg (2003) says: "Resilience is the human capacity to deal with, overcome, learn from, or even be transformed by the inevitable adversities of life" (p. 1). These definitions assume, and many previous studies have reported, that resilience reduces the negative effect of some events. Kodama (2015) defined "career resilience" as psychological traits that help people cope with risks and facilitate career development. According to Kodama (2015) , the study by London (1983) was the first to use the term "career resilience." This study examined the concept of "career motivation," and identified one of its elements as "career resilience." London (1993) defined this as the ability to adapt to changing circumstances. Some scales have been developed to measure career resilience based on this definition, but Kodama (2015) has indicated that the constructs of these scales are inadequate, compared with those of resilience. Kodama also notes that previous studies have examined only the direct effect of career resilience on career development, and not its role in reducing the negative effects of risks on career development. Kodama (2015) developed a career resilience scale and identified five factors related to it: (a) ability to cope with challenges, problemsolving, and adaptation (ability to cope with problems and changes); (b) social skills; (c) interest in novelty; (d) optimism about the future; and (e) willingness to help others. The results of a t-test showed that ability to cope with problems and changes decreased the experience of what Kodama called negative life events. An analysis of variance (ANOVA) suggested that willingness to help others, social skills, and optimism about the future decreased the negative effects of these events on career development.
According to Kodama (2015) , career resilience seems to play two roles. The first is to decrease the experience of reality shock itself, and the second is to reduce its negative effect on career development. The definition of resilience seems to support the idea that career resilience reduces negative effect of reality shock on career development. Nakano et al. (2011) reported that students' resilience supported recovery from events causing interpersonal stress during practical training and reduced the experience of some types of interpersonal stress events. As reality shock can be a kind of stress event, the result suggests that career resilience decreases the experience of reality shock. Kodama (2015) investigated risk factors that could occur in everyday life. However, no studies have yet investigated the function of career resilience when experiencing reality shock, or correlations between reality shock and career resilience among young workers. The purpose of this study was therefore to examine the role of each element of career resilience in coping with reality shock, and in facilitating career development among fulltime employees in their first year of employment. This study aimed to confirm two roles that career resilience plays, referring to Kodama (2015) . The first is that people with high career resilience tend not to experience reality shock. The second is that career development is inhibited by the experience of reality shock only in people with low career resilience.
This study used "vocational identity" and "intention to continue working" as indices of career development. Vocational identity has recently become important in employees' career development, because many people now have to manage their own careers without support (Kodama & Fukada, 2005) . Intention to continue working has been used in many studies examining the negative effect of reality shock on career development (Dhar, 2013) . Turnover among young employees is not always a problem, because they tend to be searching for a suitable career, but turnover without deliberation among this group can have a negative influence on their future career since re-employment is often difficult (Ministry of Health, Labour, and Welfare, 2013) .
Based on the definition of reality shock, this study investigated concrete differences between individual ideals or expectations and the reality of the workplace. Items on differences before and after entering employment, applicable to company employees, were selected from questionnaires that have previously been used to assess reality shock in company employees (Ogawa, 2005) and student teachers (Kodama, 2016) . Ten types of differences were identified: (a) in company image; (b) about job content; (c) about company systems; (d) about own abilities; (e) between desired and actual job (job responsibilities); (f ) in image of company employees; (g) about workload; (h) about physical hardship; (i) about mental hardship; and (j) about job difficulties.
Methods

Participants and Survey Procedures
In January 2015, an online survey was used to collect data from full-time employees in their first year of employment. Data from any respondents who had changed jobs or were temporary employees were excluded. All of the respondents were living in Japan and were already registered with the online research company. The number of responses without missing values was 348, from 158 men and 190 women. In a pilot study, the investigator and university students (N = 2) estimated the time taken to read through and complete the questionnaire as 2 min 30 s. Any response times of less than this were therefore excluded from the analysis, to avoid casual responses. That left 233 responses from 89 men and 144 women (mean age 23.11 years) for analysis.
Measures
This study assessed career resilience and reality shock, and used vocational identity and intention to continue working as indices of career development.
Career resilience. The 34-item Career Resilience Scale (Kodama, 2015) was used. This scale consists of five factors: (a) ability to cope with problems and changes, assessed by 13 items (e.g., "You can flexibly cope with changes around you"; "Even if you have job problems, you can overcome them in your own way"); (b) social skills, assessed by nine items (e.g., "You are good at making friends with others"; "You can be empathetic with others"); (c) interest in novelty, assessed by six items (e.g., "You like new and novel things"; "You often want to know more about things"); (d) optimism about the future, assessed by four items (e.g., "You are hopeful about your future"); and (e) willingness to help others, assessed by two items (e.g., "You are usually kind to others"). Responses were on a 4-point Likert-type scale, ranging from 1 (not at all) to 4 (very much).
Vocational identity. The 12-item Vocational Identity Scale for Company Employees (Kodama & Fukada, 2005) was used. This consists of three factors, each assessed by four items: (a) vocational role identity achievement (e.g., "You think that you have the necessary ability to take charge of your own work"); (b) vocational life identity achievement (e.g., "You feel that the goal of your vocational life has been realized"); and (c) vocational identity diffusion (e.g., "Comparing yourself with other employees, you do not feel right being employed at your company"). Participants responded using a 4-point Likert-type scale, ranging from 1 (not at all) to 4 (very much).
Intention to continue working. A single item was used from Shacklock and Brunetto's (2012) validated scale for nurses' intention to continue working, and modified to measure Japanese employees' intention to continue working. It was used in this study as: "You want to continue working in your current company." Participants responded using a 4-point Likert-type scale, ranging from 1 (not at all) to 4 (very much).
Reality shock. Reality shock was assessed by the differences between participants' ideals or expectations before entering employment and their actual experience (differences in recognition), and the degree of shock resulting from these differences (degree of shock) (Kodama, 2016) . Table 1 shows the questions assessing 10 categories of cognitive differences between reality and ideals or expectations, which were developed by partly modifying existing scales (Kodama, 2016; Ogawa, 2005) . Participants were asked whether they had experienced each item. Those that had done so were asked to indicate the extent to which they were shocked by their experience, using a 4-point Likert-type scale ranging from 1 (not at all shocked) to 4 (very shocked).
Plan of the Analyses
Experience of reality shock was assumed to have a negative influence on career development, to enable examination of the role of career resilience. It was therefore necessary to examine whether the 10 types of reality shock identified above had a negative influence on career development, using a t-test. Only those types of reality shock that were confirmed to do so were used in further analyses.
To test whether people with high career resilience tend not to experience reality shock, the study used t-tests to examine differences in the score for each career resilience factor, based on the presence or absence of reality shock.
To test whether high career resilience prevents the experience of reality shock from inhibiting career development, analyses of variance were calculated, with the degree of career resilience and experience of reality shock as the independent variables, and indices of career development as the dependent variables. The study looked at interactions and simple main effects to see whether the scores for career development indices among the You feel that the work is more difficult than you expected reality shock group were lower than those in the non-reality shock group when the score for career resilience was low, but not significantly different when the score for career resilience was high. Any combinations of career resilience factors and reality shock types with correlations in the t-test were not used as independent variables, as it was considered inappropriate for independent variables to be correlated.
The mean values for the items in each factor for career resilience and vocational identity were used as the overall score for that factor. Scoring was reversed where necessary.
IBM SPSS Statistics 22 was used for statistical analyses. A 5% probability level was considered significant.
Results
Alpha and Correlation Coefficients
The alpha coefficient was .86 for ability to cope with problems and changes, .83 for social skills, .80 for interest in novelty, .78 for optimism about the future, and .66 for willingness to help others. The alpha coefficient for willingness to help others was considered too low and this factor was therefore excluded from further analyses. The alpha coefficient was also calculated for each factor related to vocational identity and was .75 for vocational life identity achievement, .74 for vocational role identity achievement, and .64 for vocational identity diffusion. The value for vocational identity diffusion was considered too low and it was therefore excluded from further analyses.
The mean values and standard deviations for each factor of career resilience and each index of career development, and the correlation coefficients are shown in Table 2 . The results showed significant positive correlations between career resilience and each index of career development.
Reality Shock
When participants answered that they had experienced "difference in recognition," and their "degree of shock" was high (the score was 3 or 4), they were considered to have experienced reality shock (Kodama, 2016) . The number of participants who experienced each type of reality shock is shown in Table 3 .
To confirm whether these types of reality shock have a negative influence on career development, the scores for career development indices were calculated for each of the 10 types of reality shock in the groups that experienced (RS) and did not experience (NRS) reality shock (see Table 3 ). The results of t-tests showed that all the career development indices scores were significantly different for the two groups (RS and NRS) for five types of reality shock: company image, job content, image of company employees, mental hardship, and job difficulties. For all of these reality shock types, the scores for all career development indices were higher in the group that had not experienced reality shock. These results showed that these five types had a negative influence on career development, and the other five types of reality shock (company systems, own abilities, job responsibilities, workload, and physical hardship) were excluded from further analyses.
Factors of Career Resilience and Experience of Reality Shock
The score for each element of career resilience was calculated for each group (RS and NRS) for the five types of reality shock (see Table 4 ). The results of the t-tests indicated significant differences in "ability to cope with problems and changes" and "optimism about the future" between the two groups for all types of reality shock. The scores of those who had not experienced reality shock were significantly higher for all five types of reality shock.
Career Development Indices by Experience of Reality Shock and Level of Career Resilience
Participants were classified by their levels of each type of career resilience. Low-resilience was anyone under the 33.33th percentile (with a score for ability to cope with problems and changes of ≤2.54, social skills of ≤2.22, interest in novelty of ≤2.67, and optimism about the future of ≤2.25). The high-resilience group was anyone over the 66.67th percentile (with a score for ability to cope with problems and changes of ≥2.92, social skills of ≥2.67, interest in novelty of ≥3.00, and optimism about the future of ≥2.75). Two-way ANOVAs with career resilience and reality shock as the independent variables were conducted to confirm whether career resilience played a role as a moderator. Tables 5 and 6 show significant and marginally significant interactions between variables. Table 5 shows significant interactions from two-way ANOVA. Table 6 shows the scores for career resilience.
The results of two-way ANOVA with vocational role identity achievement as the dependent variable showed a significant interaction between social skills and image of company employees. The result of a simple main effects test indicated that the score for those who had experienced reality shock was significantly lower among those with low social skills. Simple main effects of social skills were significant in both groups (RS and NRS). The score for the high resilience group was higher than for the lowresilience group.
The results of two-way ANOVA with intention to continue working as the dependent variable showed some significant or marginally significant interactions between social skills and both company image and job content. The results of simple main effects tests of these two types of reality shock showed that the score for those who had experienced reality shock was significantly lower among those with low social skills. Company image showed a significant simple main effect of social skills only among those who had experienced reality shock. The score of the high-resilience group was higher. Job content showed simple main effects of social skills in both groups (RS and NRS). The score for the highresilience group was higher.
Discussion Elements of Career Resilience Reducing Reality Shock
The results of a t-test with experience of reality shock as the independent variable and the scores for career resilience factors as dependent Note. df = 231 except for t-test with optimism about the future as a dependent variable and company image as an independent variable (df = 194). *** p < .001. ** p < .01. * p < .05.
variables indicated that ability to cope with problems and changes and optimism about the future were significantly higher among those who had not experienced reality shock for all five types of reality shock. This result suggests that those who were optimistic about the future and better able to cope with problems and changes experienced less reality shock. Social skills and interest in novelty also seem to prevent the experience of some types of reality shock.
These results, especially those about the ability to cope with problems and changes, were identical to those found by Kodama (2015) in a study of correlations between negative life events at work and career resilience of company employees in the first year of employment and beyond. The ability to cope with problems and changes included problemsolving abilities, flexibility, and positive attitudes. People with high scores for this ability were considered to have positive attitudes toward-and high motivation to overcomedifficulties. They may therefore be better able to cope not only with various job problems (Kodama, 2015) , but also with differences between their ideals or expectations, and the reality of work. People with a high ability to cope with problems and changes were considered to have high problem-solving skills. Pfifferling (1984) suggested that these skills were important in reducing reality shock, which is also consistent with the results of this study. The negative relationship between optimism about the future and reality shock found in this study was different from Kodama's (2015) results. Kodama's (2015) risk factors were events that could occur in everyday life regardless of age, but reality shock was the main issue affecting career development among young people (Schein, 1978) . Positive perspectives may be necessary for inexperienced young employees to develop their career. This study suggests that optimism about the future was particularly effective in overcoming the effects of differences between expectations and reality on entering employment. Hanzawa (2009) reported that a positive future perspective was a coping behavior used by university freshmen in response to reality shock about their studies. When students had a positive future perspective, they could overcome this reality shock. Being optimistic about the future was therefore also expected to be effective in reducing reality shock on entering employment.
Elements of Career Resilience that Prevent Inhibition of Career Development by Experience of Reality Shock
The results of two-way ANOVA showed that interactions between reality shock and social skills were significant. The results showed that when social skills were high, there were no significant differences in intention to continue working and vocational role identity achievement scores, regardless of reality shock. When social skills were low, however, there were significant differences in intention to continue working and vocational role identity achievement scores. These scores were significantly lower in the group that experienced reality shock.
This result suggested that using social skills could prevent reality shock from inhibiting career development. Previous studies have not examined the relationship between social skills and reality shock, although some have suggested that support from others decreases the negative effects of reality shock. For example, Major, Kozlowski, Chao, and Gardner (1995) suggested that good relationships with managers and other team members could have this effect. Ito (2004) suggested that the establishment of good relationships in workplaces and receiving support from others were useful in overcoming reality shock among new nurses. These studies suggest that using social skills might help to develop supportive relationships, and that the existence of support might reduce the negative effects of reality shock.
Significance of This Study
The results of this study suggest that being able to cope with problems and changes and being optimistic could prevent the experience of reality shock. Good social skills prevented reality shock from inhibiting career development. It is therefore suggested that being able to cope with problems and changes, being optimistic about the future, and having good social skills before entering employment are important for coping with reality shock, which is a major hindrance to the career development of young people.
Reality shock is a major cause of turnover among young people in early employment, which is a serious problem in Japan. For example, the turnover rate within 3 years of employees who graduated from college in March 2012 was 32.3%, and 40.0% for those who graduated from high school at the same time (Ministry of Health, Labour, and Welfare, 2015) . The findings of this study are therefore fundamentally important in solving this problem and supporting the career development of young employees.
Limitations of This Study
This study has four main types of limitation. First, there are limitations from the survey method. To analyze the role of career resilience in the process of recovery from reality shock, longitudinal research would be necessary. It would, however, be difficult to conduct such a survey with large numbers of regular workers in their first year of employment. This study collected data about career resilience, experience of reality shock, and indices of career development, and its results showed correlations between these factors. Some causal relationships have been tentatively suggested as a result, but further research using longitudinal methods would be necessary to confirm these. The data of reality shock experience collected in this study included two types: existing and previous reality shock. It would be necessary to distinguish these cases to analyze the data more fully.
Second, there were some limitations in selecting participants. Data were collected from participants across many sectors and occupation types, but the sample sizes were too small to examine any differences across these. The participants of this study were also limited to company employees. Further research might examine a larger sample to explore occupational differences in the role of career resilience. This study could not examine any differences between countries, because data were collected only in Japan. The data were collected using an online survey, so there might be some bias in the sampling.
Third, there was a limitation in the survey items. Some indices (e.g., intention to continue working) were measured using a single item. It would be better to use several items to measure each index. The role of one element of career resilience, willingness to help others, could not be examined in this study because the alpha coefficient was too low. Future studies might investigate this element more appropriately by increasing the number of items, which was also suggested by Kodama (2015) .
Finally, this study suggests that the ability to cope with problems and changes, social skills, and optimism about the future are important for those who have experienced reality shock in helping them to cope with the experience. This study did not, however, examine how to help people without these psychological traits. It is important to examine what kind of support is necessary for those without these psychological traits to overcome reality shock.
